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The objective of this study was to examine the affects ofburnout and job
satisfaction among African American Family Preservation Workers who service Fulton
and DeKalb Counties in Georgia. To obtain this objective, various dimensions ofjob
satisfaction and burnout were addressed.
This study was an attempt to provide a clear understanding of the factors
associated with burnout, how it affects the family preservation worker, and the factors
that are associated with job satisfaction. The results showed that burnout was not
prevalent among family preservation workers who were satisfied with their jobs. There
appeared to be a relationship between job satisfaction and burnout but not a strong
relationship.
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CHAPTER ONE
INTRODUCTION
Intensive family preservation services are aimed at linking families with resources
in their community that they have not utilized and/or may not be aware of These family
based services have evolved over the past 20 years as a means ofhelping families who,
in essence, have been abandoned by the existing child welfare systems. ^ Family
preservation is now a professional service with a system of values, theories, and
interventions.^
Workers in family preservation agencies experience a high degree of stress and
burnout because of the capacity of their work. This work includes going into the homes
of their clients. In fact, the home is the primary site of services. The whole family, not
just the child or parent is the client.^ Family preservation workers are on-call 24 hours a
day, available to their clients either through pagers, contact with their supervisors, or via
home telephones.'^ Frequently, these workers are placed into homes where clients are
involuntary. These factors are considered stressful and can lead to burnout and a high
^Marianne Berry, “An Evaluation ofFamily Preservation Services: Fitting Agency
Services to Family Needs,” Social Work 37, no. 4 (March 1992); 317.
^E. Susan Morton and R. Kevin Grigsby, Advancing Family Preservation Practice
(London: Sage Publications, 1993), 13.
^Ibid.
'^Elizabeth M. Tracy, Nadine Bean, Selma Gwatkin, and Barbara Hill, “Family
Preservation Workers: Sources of Job Satisfaction and Job Stress,” Research on Social
Work Practice 2. no. 4 (October 1992): 468.
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turnover rate in family preservation agencies.^ It is this very reason that social workers
should begin to search for ways to effectively handle the stress ofworking with families
who have a multitude of needs.
Statement of the Problem
Family preservation workers provide services to families who have one or more
children in imminent risk ofout-ofhome-placement due to abuse or neglect. Their
activities for helping families include resolving immediate crisis, teaching families the
skills they need to maintain family integrity, and providing the family with a wide range
of resources and skills.^ Family preservation services are provided in the home on an
intense, but time-limited basis. The nature of the activities, problems workers must
confront, and the limited resources available, all converge to produce a job with inherent
stress.^ In time, this stress can result in a high level ofburnout among family
preservation workers.
When burnout occurs among these workers, they are unable to help clients they
are serving. In the event that burnout occurs, workers are no longer able to empathize or
express genuine concern for their clients. At this point, a shift occurs in the worker’s
attitude from positive and caring to negative and uncaring towards the people they
^Elizabeth M. Tracy, Nadine Bean, Selma Gwatkin, and Barbara Hill, “Family
PreservationWorkers: Sources of Job Satisfaction and Job Stress,” Research on Social
Work Practice 2. no. 4 (October 1992): 468.
^Marianne Berry, “An Evaluation ofFamily Preservation Services: Fitting Agency
Services to Family Needs,” Social Work 37, no. 4 (March 1992): 316.
^CraigWinston LeCroy and Mark R. Rank, “Factors Associated with Burnout in the
Social Services: An Exploratory Study,” Journal of Social Service Research 10 (1987):
30.
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serve.* Therefore, it is imperative to know the factors that produce job stress among
family preservation workers so that quality service is rendered.
There are three components ofburnout that Maslach suggested. First, there is
emotional exhaustion. This is evident when people feel drained and used up. They lack
enough energy to face another day. Their emotional resources are depleted and they feel
they have no sources available to replenish them.^ Emotional exhaustion can result in
the dehumanization of clients as a consequence ofworkers attempting to create distance
from the source of the stress—the demanding client.^® Leading to the second source of
burnout, depersonalization. Depersonalization is seen when workers develop a poor
opinion of their clients, expecting the worst from them, and eventually disliking them.^^
According to Corcoran in a study on burnout of social work practitioners, those workers
that experienced higher levels ofburnout had a more negative impression of their clients
than their co-workers. Specifically, these workers had a more negative impression of the
client both interpersonally and intellectuality.^^
According to Maslach, the emotional strain ofworking with clients with a
multitude of needs leads workers to withdraw psychologically. They begin to have
minimal contact with their clients. In such cases, workers are physically present but act
^Christina Maslach, Bumout-The Cost ofCaring (New York: Prentice Hall,
1982), 17.
9lbid., 3.
^®Sally H. Harvey and Melvyn C. Raider, “Administrator Burnout,” Administration
in Social Work 8, no. 2 (Summer 1984): 85.
^^Ibid.
^^Kevin J. Corcoran and A. Bryce, “Intervention in the Experience ofBurnout:
Effects of Skill Development,” Journal of Social Service Research 7, no. 3 (1983): 74.
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as if their clients are not there. As a result, there is little eye contact, questions are
answered with a mummer or grunt (if at all), and there is an avoidance ofany body
contact, such as hand shakes or hugs.^^ In some cases, workers busy themselves with
tasks that exclude clients from direct participation. This is seen when workers stretch out
the time it takes to complete necessary forms, forcing clients to sit and wait. Bumed-out
workers notably minimized their relationships with clients.'^ They fantasized about
“ideal jobs” in which few if any people exist. These feelings ofnegativity about others
can progress to workers feeling down on themselves. At this point, the third component
ofburnout, a reduction of personal accomplishment occurs. Workers begin to feel
inadequate about their abilities to relate to clients, resulting in feeling like a failure.
Lee and Ashforth stated other factors that influence burnout are role ambiguity, role
conflict, stressful events, large caseloads and work pressures. All of these variables
have been widely used in the assessment ofjob satisfaction and burnout.^*





Raymond T. Lee and Blake E. Ashforth, “AMeta-Analytic Examination of the
Correlates of the Three Dimensions of Job Burnout,” Journal ofApplied Psychology 81,
no. 2(1996): 127.
^^Elizabeth M. Tracy, Nadine Bean, Selma Gwatkin, and Barbara Hill, “Family
PreservationWorkers: Sources of Job Satisfaction and Job Stress,” Research on Social
Work Practice 2. no. 4 (October 1992): 471.
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Harrison suggests that burnout appears to originate from the difficulty connected
with integrating the general social work roles ofadvocate, broker, and enabler. The
specific demands of a setting in which the social worker operates (with involuntary
clients) manifest into burnout Burnout among workers constitutes a major drain on
their capacity to help clients. This leads to an adverse effect on the workers’
performance as well as mal-adaptive attitudes towards their clients.
Significance and Purpose of the Study
Over the past 20 years there has been a rise in child abuse/neglect cases. Family
preservation services are rapidly growing. With the current growth spurt and intensity of
these services, research is needed to ensure that workers are not being bumed-out on the
services they are providing.
The purpose of this study is to examine job satisfaction and burnout among
African-American family preservation workers referrals for clients from Fulton and
Dekalb Counties. There has been minimal published research done to measure the
variables, job satisfaction and burnout, among family preservation workers and even less
done focusing on African Americans workers in family preservation agencies.
The significance of this study will add to information on the factors that are
associated with burnout among African American family preservation workers. It will
also provide more information for agencies to enhance job satisfaction among these
workers. Thus, ifworkers are happy with their jobs and the roles they play, clients are
better served. It is also important because supervisors within these agencies can
David Harrison, “Role Strain and Burnout in Child-Protective Service
Workers.” Social Service Review (March 1980): 26.
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recognize when workers are becoming bumed-out, allowing them to implement factors
that will promote job satisfaction.
CHAPTER TWO
REVIEW OF THE LITERATURE
The review of the literature explores a number of areas ofjob satisfaction and job
burnout. Views are presented regarding (a) family preservation services, (b) the impact
ofburnout, (c) factors associated with job satisfaction, and (d) family preservation
workers.
Family Preservation Services
In 1996, Berry did a study on family preservation. She found there was a steep
rise in child abuse and neglect reports—a 147 percent increase during the 15 years prior to
her study and 40 percent during the last 5 of those years. As a result of this rise in abuse
and neglect cases between 1985 -1991, the population of children in foster care rose 45
percent. ^ This rise in the population of children in foster care resulted in other services
to ensure the safety of these children. These services included the need for intense
family services such as family preservation agencies.^ According to Berry, in an
evaluation of family preservation services, these services are receiving attention because
of the increased legislative pressures to keep children out of foster care.^
^Maria Scannapieco and Sondra Jackson, “Kinship Care: The African American
Response to Family Preservation.” Social Work 41. no. 2 (March 1996); 192.
2lbid.
^Marianne Berry, “An Evaluation ofFamily Preservation Services: Fitting Agency
Services to Family Needs,” Social Work 37, no. 4 (March 1992): 317.
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Family preservation has been described as a model of intervention developed very
specifically for work with families in which placement of one or more of the children in
the family is imminent. It is a family-centered, intensive, in-home service with family
preservation workers being available 24 hours a day 7 days a week. These workers
service some of the most challenging families within the social welfare system.^ Family
preservation workers spend many hours weekly with and on behalf of the families in
which they serve. These workers serve only a few families at a time and cases are meant
to be open for about 3 months. The home is the primary site of service, and the family,
not the child or the parent, is the client. Workers are required to work with the family as
a unit. If there is a struggle between the two, it leads to a stressful working environment.
The worker does whatever it takes to improve family relations and keep the family
together. This commitment requires around the clock availability, a wide range of skills
and resources, and the ability to work within the family’s ecological system. These
intense services are short term and labor intensive.^ Each of these factors can be
considered stressful. Yet, Tracy and associates’ study on job satisfaction and job stress
of family preservation workers found that there are a number of characteristics such as
low case load, flexible hours, and frequent supervision and support, that increased the
probability ofjob satisfaction.^
For social workers who take on the role of family preservation workers within
these agencies, time and resources need to be given to them so that job satisfaction can
'^Ann Hartman, “Family Preservation Under Attack,” Social Work 36, no. 3 (May
1991): 512.
^Ibid.
^Elizabeth M. Tracy, Nadine Bean, Selma Gwatkin, and Barbara Hill, “Family
Preservation Workers: Sources of Job Satisfaction and Job Stress,” Research on Social
Work Practice 2. no. 4 (October 1992): 468.
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occur. As it stands now, family preservation services are short term and labor intensive
with cases closing within a few months.^
Job Burnout
Burnout is a painful and personally destructive response to excessive stress.
Freudenburg saw the phenomenon ofburnout as “a risk experienced by the dedicated and
highly committed who struggle both with inner pressure to accomplish and succeed, and
with external pressure to serve the needs ofunhappy people who frequently bring to
treatment overwhelming dilemmas.”* It occurs frequently to a wide variety of people
working in almost all of the human services. Burnout appears to be a major factor in low
morale, absenteeism, tardiness, and high job turnover.
Burnout is generally experienced by states ofphysical, behavioral, and
psychological exhaustion. These states are characterized by a discontentment with one’s
life and work, feelings ofhelplessness, emotional drain, and physical depletion. Physical
exhaustion is characterized by symptoms of fatigue and physical depletion, irritability,
gastrointestinal disturbances, headaches, back pain, weight loss, and sleeplessness.^
According to Maslach, physical exhaustion is manifested by workers feeling tired, run
down, and finding it hard to get up in the morning. After being chronically tired.
'^Marianne Berry, “An Evaluation ofFamily Preservation Services; Fitting Agency
Services to Family Need.s” Social Work 37. no. 4 (March 1992): 317.
^Herbert J. Freudenberger, Burnout: The High Cost ofHigh Achievement (New
York: Doubleday), 13.
^William N. Grosch and David C. Olsen, When Helping Starts To Hurt (New York:
W. W. Norton, 1994), 5.
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workers become susceptible to illness, develop insomnia, or begin poor eating habits.^®
For some, psychosomatic symptoms develop as seen in the following illustration:
"On the way home from my first day on the job, said one prison
guard. I realized that my neck hurt. The muscles were tight, and that
caused me to have a headache. Perspiration was heavier than normal.
Later on, I noticed that my neck and shoulders would begin to get stiff and
sore and painful just before I went to the prison-and it would last until I
got home again. Some time afterward he reported, my neck only hurts a
little now, but the ringing in my ears has become more pronounced."^^
To cope with these physical symptoms workers sometimes turn to drugs,
tranquilizers, or alcohol. The use of these drugs will result in emotional exhaustion of
workers; one component ofburnout. They experience interpersonal issues such as the
withdrawal from colleagues, closing out new input, and increased irritation with
co-workers. Having a drink before doing some stressful work, having a drink after the
stressful encounter is over or having a drink to blot out the unpleasant memories and
tensions of the day can become standard operating procedures for bumed-out workers.
Workers also experience some psychological features of burnout. These features include
depression, emptiness, increasingly negative self concept, as well as negative attitudes
towards work, life, and other people.
lOfbid.
11William N. Grosch and David C. Olsen, When Helping Starts To Hurt (New
York: W. W. Norton, 1994), 5.
^^Ibid., 4.
^^Christina Maslach, Rumout-The Cost ofCaring (New York: Prentice Hall,
1982), 17.
^^William N. Grosch and David C. Olsen, When Helping Starts To Hurt (New
York: W. W. Norton, 1994), 12.
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According to Freudenberger, workers begin to take on a superior “know-it-all”
attitude that borders on condescending. They begin to discuss clients in intellectual and
jargon terms; thereby distancing themselves from any emotional involvement. They tend
to stop communicating with others and become loners or completely withdrawn. At this
point, workers begin to become paranoid and feel that peers and administrators are out to
make life more difficult for them.^^ This stress produces strain on workers. They begin
to exhibit feelings of tension, irritability, and fatigue.
Job Satisfaction
Job satisfaction is important in the work setting because most individuals spend a
large part of their lives at work. An understanding of the factors involved in job
satisfaction is relevant to the continuation of the quality of care that is given to those
persons being served.
Much of the literature on job satisfaction is similar or even the same as the
literature associated with burnout. Job satisfaction and burnout are often used
interchangeably. Job satisfaction has been associated with the size of the organization,
individual demographics, and social supports. Workers are most satisfied when they
have autonomy and are not limited by demands of funding sources, or are not stifled by
bureaucracy.^^
* ^Herbert J. Freudenberger, “Burnout: Occupational Hazard of the Child Care
Worker.” Child Care Quarterly 6. no. 2 (Summer 1977): 93.
'^Cary Chemiss, StaffBurnout: Job stress in the Human Services (London: Sage
Publications, 1987), 21.
^^Joan Arches, “Social Structure, Burnout, and Job Satisfaction.” Social Work 36.
no. 3 (May 1991): 204.
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According to Kalleberg, there are six dimensions ofwork that are related to job
satisfaction. A worker’s level ofjob satisfaction is a function of the range of specific
satisfactions and dissatisfaction that he/she experiences with respects to the various
dimensions ofwork. These dimensions are work values that affect Job satisfaction.
The first work dimension that Kelleberg mentions is that of resource adequacy.
This dimension represents workers’ wishes for adequate resources with which to do their
jobs well. These resources include whether the help, equipment, authority, and
information required for job performance are adequate, whether co-workers are
competent and helpful, and whether the supervision is conducive to task completion.
The second dimension is an intrinsic dimension which refers to the task workers
must complete. If the task is interesting, if it allows workers to develop and use their
abilities, if it allows workers to be self directive, and ifworkers can see the results of the
work, job satisfaction can occur. Allowing workers to be stimulated and challenged by
the job and to exercise acquired skills at work will increase the amount ofjob satisfaction
for family preservation workers.
The third dimension, convenience, includes factors such as convenient travel to
and from work, good hours, freedom from conflicting demands, pleasant physical
surroundings, no excessive amounts ofwork, enough time to do the work, and an
opportunity to forget about personal problems. These factors make it possible for
workers to feel content with the position in which they hold. Due to these factors, the
job is less demanding and more easily acceptable to workers.^® The fourth is a financial
^^Ame L. Kalleberg, “Work Values and Job Rewards: A Theory of Job




dimension that suggests if workers experience some type of financial reward such as
good pay, fringe benefits, and job security they are more likely to experience a high level
ofjob satisfaction. The relationship that family preservation workers have with
co-workers is the fifth dimension. It implies that workers will experience a higher level
ofjob satisfaction if the job permits them a chance to make friends, if the their
co-workers are friendly and helpful, and whether their co-workers take a personal
interest in them.^^
The final dimension is the opportunity the job provides for a career. Valuation of
this dimension represents a worker’s desire for advancement and recognition. Factors
that affect job satisfaction are good chances for promotions, whether everyone has an
equal chance of getting a promotion, and whether promotions are handled fairly.
These dimensions ofwork that are differentially valued constitute potential
sources of rewards to the worker. The rewards are what lead to satisfaction. The highest
level ofjob satisfaction will be experienced by the worker with high rewards. Job
satisfaction is a function of both work values and job rewards. Kalleberg sums his article
up by stating “the greater the perceived rewards one obtains form these specific
dimensions of the job, the greater the satisfaction with the job in general.”^^
Family Preservation Workers
Burnout can present itself in workers in a variety ofways. Mattingly stated that a
person who is bumed-out is usually unaware. It is a subtle pattern of symptoms,
behaviors, and attitudes that are unique to workers. They experience vague feelings of
^^Ame L. Kalleberg, “Work Values and Job Rewards: A Theory of Job




personal/professional dissatisfaction and a growing fatigue. Workers feel a need for a
nap after work, then it gradually becomes more serious and they start limiting their social
contacts. Workers begin withdrawing from people and activities that they had previously
found rewarding. These feelings may manifest themselves in a variety ofways, such as a
reluctance to go to work, dissatisfaction in their performance, or insecurity in their ability
to handle crisis intervention effectively. Workers begin to feel inadequate and
overwhelmed by the tasks that confront them. They are less understanding, empathic,
and sometimes behave in ways that are congruent to their self image.
Potential burnout can be signaled by workers who begin to merge their personal
life and job together. They begin to stay at work after hours or wanting to take the client
home with them. These workers begin to display rigid and inflexible attitudes with a
stubborn resistance to change. When introduced to new techniques or programs, these
workers will say “I know it won’t work” or “I have already tried it”.^^
Seemly, Courage andWilliam looked at four factors that would make workers
more susceptible to burnout. Personality characteristics such as being empathetic,
idealistic, altruistic and overcommitted in the services of others lead to burnout. A
combination of these characteristics make the worker more vulnerable to selfdepletion
in the services of others causing burnout. Demographic characteristics that have been
associated with burnout include; age, martial and family status, and education.It was
found that single workers tend to be at a greater risk for burnout than divorced workers.
^'^Martha A. Mattingly, “Sources of Stress and Burn-out in Professional Child Care
Work.” Child Care Quarterly 6. no. 2 (Summer 1977): 129.
^^Ibid.
^^Myma M. Courage and David D. Williams, “An Approach to the Study of
Burnout in Professional Care Providers in Human Service Organizations,” Journal of
Social Service Research 10 (19871: 18.
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Both single and divorced workers are at a greater risk for burnout than married workers.
Yet, younger workers are more susceptible to burnout than their older counterparts.
Education without practical experience and professional status also render workers
vulnerable to burnout.
At times, there is conflict between the expectations of the services organization
and the professional organization leading to ambiguity in one’s role as both workers of
agencies and member of the opposing professional organization. This is because most
workers in social services are usually members of a professional organization. There
may be ambiguity about the degree and kind of expertise required of the worker. This
leads to the final factor that Courage andWilliam state and that is the expertise of the
worker. The degree to which the expectations ofboth the worker and the human service
organization exceed the actual expertise of the worker is a significant factor contributing
to the development ofburnout.^*
Freudenberger states that the symptoms ofburnout manifest themselves in every
area of the worker’s life: his/her functioning with clients, the relationship to the agency,
and the life outside the agency; including his/her emotional attitude.^^ Burnout is a
process in which workers psychologically disengage from the work in response to
job-related stress. It is a coping strategy used when direct-action coping efforts prove
futile. It adversely affects clients and the organizational effectiveness of agencies, as
well as bumed-out workers. It leads to a loss of concern for clients, loss of positive
^^MymaM. Courage and David D. Williams, “An Approach to the Study of
Burnout in Professional Care Providers in Human Service Organizations,” Journal of
Social Service Research 10 (1987'): 18.
28lbid.,21.
^^Herbert J. Freudenberger, “ Burnout: Occupational Hazard of the Child Care
Worker,” Child Care Quarterly 6. no. 2 (Summer 1977): 96.
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regard for co-workers and the agency, and emotional withdrawal from work.^®
It is important to recognize that there are a variety of symptoms ofburnout and
they manifest themselves in many different ways. But the most telling sign of burnout in
social workers appears to be the switch from caring about one’s clientele to indifference
or negativism.
Theoretical Framework
The theoretical framework used for this study is Beck’s cognitive theory. Beck’s
theory regarding dysfunctional attitudes provides a good theoretical framework for the
study ofjob satisfaction and burnout. In a study by Freudenbeger, he stated that
symptoms ofburnout manifest themselves in the worker’s emotional attitude.^^ Beck’s
approach is based on the theoretical rationale that the way people feel and behave is
determined by how they structure their experiences.^^ It places emphasis on recognizing
and changing negative thoughts. The central premise of this theory is that these
dysfunctional attitudes are related to negative emotional states with features of
bumout.^^
Beck and colleagues proposed that intervention aimed at adjusting dysfimctional
attitudes can ease the experience ofnegative emotions. Beck and colleagues suggested
3®Cary Chemiss, StaffBurnout: Job Stress in the Human Services (London: Sage
Publications, 1987), 24-25.
^ ^Herbert J. Freudenberger, “Burnout: Occupational Hazard of the Child Care
Worker.” Child Care Quarterly 6. no. 2 (Summer 1977): 98.
^^Gerald Corey, Theory and Practice ofCounseling and Psychotherapy (Pacific
Cove: Brooks/Cole Publishing, 1991), 344.
T. Beck, A. J. Rush, B. F. Shaw, and G. Emery, Cognitive Therapy of
Depression ( New York: Guilford, 1979), 75.
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that depressed individuals remain so because of three psychological factors; (1)
cognitive triad, (2) cognitive schemas, and (3) cognitive errors.The interactive effects
of these three factors result in a negative emotional state, creating dysfunctional
attitudes.
Beck’s cognitive triad consist of three components. First, depressed people have
a negative view of themselves.^^ This is a psychological feature of burnout. Workers
begin to feel distress or guilt about the way they have thought about or mistreated others.
Even when workers are able to acknowledge a situational stressor from a job demanding
too much, they still blame some flaw within themselves. “I should have been able to
handle it,” “I should have tried harder and put out more effort. This leads to a feeling
of reduced personal accomplishment.^* With a crumbling of self esteem, depression may
set in and cause the worker to seek outside help. Second, workers interpret their
experiences in negative ways.^^ They begin to take on a superior “know it all” attitude.
At this point, workers become paranoid and feel peers and administrators are out to get
them. Thirdly, these workers have a negative view of the future.'^® “I’m just not cut out
T. Beck, A. J. Rush, B. F. Shaw, and G. Emery, Cognitive Therapy of
Depression (New York: Guilford, 1979), 53.
35lbid., 67.
36lbid., 57.
^^ChristinaMaslach, Bumout-The Cost ofCaring (New York; Prentice Hall,
1982), 10.
3*Ibid., 5.
^^A. T. Beck, A. J. Rush,B. F. Shaw, and G. Emery, Cognitive Therapy of
Depression (New York: Guilford, 1979), 56.
40lbid.
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for this kind ofwork.”'^^ They begin to loose positive regard for clients, co-workers, and
the agency. They become emotionally withdrawn from work. The development of these
detached, callous and dehumanized feelings signal the depersonalization aspect of the
burnout syndrome.^^ This negative triad of cognition often results in self-fulfilling
prophecies.'^^ They start feeling this way, therefore, they begin to act on their negative
feelings.
The second major feature of dysfunctional thinking pattern is the concept of
schemas.'^'^ Schemas are cognitive representations of events, objects, and concepts.^^
This concept states that bumed-out individuals have cognitive patterns that are relatively
stable. These thought patterns result in a predictable interpretations of stressful
situations."*^ According to Mattingly, in a study on burnout, when workers begin to
experience burnout, they start to display rigid and inflexible attitudes."*^ These workers
will make statements such as “ I know it won’t work” or “I have already tried that”."**
"**ChristinaMaslach, Bumout-The Cost ofCaring (New York: Prentice Hall,
1982), 5.
"*2lbid., 4.
"*^A. T. Beck, A. J. Rush, B. F. Shaw, and G. Emery, Cognitive Therapy of
Depression (New York: Guilford, 1979), 56.
"*4lbid., 58.
"*5AaronM. Brower and Paula S. Nurius, Social Cognition and Individual Change
(London: Sage Publications, 1993), 14.
"*6A. T. Beck, A. J. Rush,B. F. Shaw, and G. Emery, Cognitive Therapy of
Depression (New York: Guilford, 1979), 67.
"*'^Martha A. Mattingly, “Sources of Stress and Burn-out in Professional Child Care
Work ” Child Care Quarterly 6. no. 2 (Summer 1977): 132.
^*lbid.
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With extreme emotional states, the worker holds to schemas which permit less and less
objectivity.'^^
The third major feature is when the worker falls into faulty information
processing.^® This is the result of an unhealthy cognition triad and unhealthy set of
schemas. They expect their present difficulties to continue, and they can anticipate only
failure.
Statement of the Hypothesis
HI: As family preservation workers experience increased job satisfaction they
will experience less burnout.
Null Hypothesis; There is no relationship between job satisfaction and burnout.
Definition of Terms
Job Satisfaction - An overall affective orientation on the part of the individual toward
work roles which they are presently occupying.
Burnout - A syndrome of emotional exhaustion, depersonalization and reduced personal
accomplishment that occur among individuals who do “people work” of some kind.^^
Family Preservation Services - Intervention attempts to keep children in their homes and
to strengthen families through the provision of intensive services.
'^^A. T. Beck, A. J. Rush, B. F. Shaw, and G. Emery, Cognitive Therapy of
Depression (New York: Guilford, 1979), 58.
50lbid., 59.
Arne L. Kalleberg, “Work Values and Job Rewards; A Theory of Job
Satisfaction.” American Sociological Review 42 (February 1977); 136.
52Marie Soderfeldt, Bjorn Soderfeldt, and Lars-ErikWarg, “Burnout in Social
Work/’ Social Work 40. no. 5 (September 1995): 639.
^^Michael S. Wald, “Family Preservation; Are We Moving Too Fast,” Public
Welfare (Summer 19881: 37.
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Depersonalization - Feeling negatively about others—developing a poor opinion of them,
expecting the worst from them, and disliking them.^'*
Emotional Exhaustion - When people begin to feel drained and used up.^^
Reduced Personal Accomplishment - Providers having a gnawing sense of inadequacy
about their ability to relate to clients—being down on oneself.






A survey research design was used in this study. Survey research is a systematic
way of collecting data by obtaining opinions or answers from participants who represent
the population of interest.^ Data were collected by using self-administered surveys
(group administered questionnaires). This method is used when participants can be
brought together for the purpose of completing a survey instrument.^
Sample
Convenience sampling was used for this study. A total of 30 African American
family preservation workers who service Fulton and DeKalb counties’ Department of
Family and Children Services participated in this study. These workers represented
several agencies. All of these agencies receive referrals from the Department ofFamily
and Children Services of the two counties mentioned above. Once they receive the
referrals they then go into the homes of clients and develop strategies with the family in
an effort to prevent out-of-home placement of the children.
Instrument
The questionnaire package was a 3-part, 83 item self report instrument
measuring job satisfaction and burnout. The first part of the questionnaire consisted of
^RichardM. Grinnell, Social Work Research and Evaluation. 4th ed., (Itasca; F. E.




an 8 item instrument designed to elicit information on the age, sex, marital status, race,
salary, educational level, number of years in current position, and number of years in the
profession of social work.
Part II of the questionnaire was the Maslach Burnout Inventory (MBI), a 22 item
self-report test composed of 3 subscales: emotional exhaustion consisting of 9 questions,
personal accomplishment consisting of 8 questions, and depersonalization consisting of 5
questions. The MBI has been proven to be reliable and valid. The reliable coefficients
for the MBI, as measured by Cronbach’s alpha was reported as .89 for emotional
exhaustion, .74 for personal accomplishment, and .77 for depersonalization.^ The
frequency and intensity scale has been labeled at each point and range from 1 (never) to 7
(everyday). For both emotional exhaustion and depersonalization subscales, the higher
the mean score the higher degrees of experienced burnout. For personal accomplishment
the lower the mean score the higher the degree of experienced bumout.*^
In Belcastro, Gold and Hays study, they reported a scale for measuring the 3
subscales ofburnout.^ For emotional exhaustion, if the mean was less than or equal to 14
there was little burnout, the middle third was 15-23, and the high degree ofburnout was
experienced if the mean was greater than or equal to 24. For depersonalization if the
mean was less than or equal to 7 there was little burnout, the middle third was 8-14, and
the high degree ofburnout was experienced if the mean was greater than or equal to 15.
^Gary F. Koeske and Randi Daimon Doeske, “Construct Validity of the Maslach
Burnout Inventory: A Critical Review and Reconceptualization,” Journal ofApplied
Behavioral Sciences 25. no. 2(1989): 140.
'^ChristinaMaslach and Susan Jackson, “The Measurement ofExperienced
Burnout,” Journal ofOccupational Behavior 2(1981): 112.
^Philip A. BelCastro, Grober S. Gold, and Leon C. Hays, “Maslach Burnout
Inventory: Factor Structures for Samples ofTeachers,” Psychological Reports 53 (1983):
366.
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Finally for personal accomplishment, if the mean was greater than or equal to 38 there
was little burnout, the middle third was 30-37, and the high degree ofburnout was
experienced if the mean was less than or equal to 29.
Part m of the questionnaire is the Job Satisfaction Scale instrument which
consists of five points of agreement and disagreement. This 53 item questionnaire
consisted of five major areas; (1) supervisory support consisting of 13 questions, (2)
working conditions consisting of 9 questions, (3) job performance consisting of 6
questions, (4) job security consisting of 21 questions and (5) personal life consisting of 4
questions.^ This scale was taken from a thesis presented at Clark Atlanta University^.
There was no reported measure of reliability or validity of the scale. To check for
validity, several family preservation workers and a social worker reviewed the scale. The
frequency and intensity scale has been labeled at each point and range from 1 (disagree)
to 5 (agree).
Data Analysis
The parametric statistical test ofPearson’s r was used to measure the association
between variables. The correlation coefficient expressed as the italicized letter r
provides a numerical indicator ofboth the strength and the direction of the relationship
between the 2 variables.* The correlation coefficient range along a continuum from -1.0
(perfect negative) at one extreme to 1.0 (perfect positive) at the other extreme with 0.0
^Sondra Parks-Norwood, “A Descriptive Study ofBurnout and Job Satisfaction
Among Social Workers at Grady Memorial Hospital,” (Thesis, Clark Atlanta University,
1995), 7.
“^Ibid.
^Robert W. Weinbach and RichardM Grinnell, Statistics For Social Workers 3d
ed., (New York: Logman Publishers USA, 1995), 144.
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(no correlation) at the midpoint.^ The closer the numerical value of the correlation
coefficient is to either extreme the stronger the relationship between 2 variables.^®
^RobertW. Weinbach and RichardM Grinnell, Statistics For Social Workers 3d




This chapter will summarize the data collected from the participants of this study.
The findings of this study will be presented in the following order (a) demographics, (b)
job satisfaction, and (c) burnout.
Demographics
There were a total of 30 participants in this study. All participants were
African-American with 70% (n=21) being female and 30% (n=9) being male.
Approximately 27% (n=8) were between 20-30 years old, 30% (n=9) were between
31-40 years old, 30% (n=9) were between 41-50 years old, and 13% (n=4) were 50 years
old or older. Of those who participated, 50% (n=15) were single, 20% (n=6) were
divorced, and 30% (n=9) were married. As far as education, 40% (n=12) had aMSW,
33% (n=10) had a B.S. or B.A. and 27% (n=8) held another degree, such as a BSW or
M.A. As for family preservation, 50% (n=15) had worked in a family preservation
agency for 0-2 years, 33% (n=10) while 47% (n=14) had worked in the field of social
work for 9 or more years. The annual income ranged from $11,000 to $50,000 and
above. Ten percent (n=3) earned between $11,000 and $20,000,40% (n=12) earned
between $21,000 and $30,000,40% (n=12) earned between $31,000 and $40,000,7%
(n=2) earened $41,000 to $50,000, and 3% (n=l) earned over $50,000.
Job Satisfaction
Supervisory Support
Participants were asked to rate the supervisor’s support within their agencies.
Response to these statements are depicted in Table 2. Participants were asked to respond
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African American 30 100
Caucasian 0 0
Asian 0 0

















B.A. or B.S. 10 33
Other 8 27
Total 30 100%





9 or more 1 3
Total 30 100%





9 or more 14 47
Total 30 100%
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to the following statements: (a) I get most ofmy information about what is happening
here from my supervisor. Sixty-three percent (n=19) strongly agreed or agreed, 26%
(n=8) neither agreed nor disagreed, and 10% (n=3) disagreed or strongly disagreed; (b) I
get most ofmy information about what is happening here from official memos.
Thirty-three percent (n=10) strongly agreed or agreed, 26.7% (n=8) neither agreed nor
disagreed, and 40% (n==12) disagreed or strongly disagreed; (c) I get contradictory orders
from people above me. Thirty-three percent (n=10) strongly agreed or agreed, 6% (n=2)
neither agreed nor disagreed, and 60% (n=18) disagreed or strongly disagreed; (d) I am
satisfied with the training and guidance that I am receiving at this agency. Seventy-three
percent (n=22) strongly agreed or agreed, 3% (n=l) neither agreed nor disagreed, and
23% (n=7) disagreed or strongly disagreed; and (e) If I had a complaint or grievance
about my situation, I would discuss it first with my supervisor. Eighty-six percent (n=26)
strongly agreed or agreed, 10% (n=3) neither agreed nor disagreed, and 3% (n=l)
disagreed or strongly disagreed.
Participants were also asked to respond to the following statements; (f) I am
always satisfied with the answers I get from my supervisors regarding my job situation.
Seventy percent (n=21) strongly agreed or agreed, 10% (n=3) neither agreed nor
disagreed, and 20% (n=6) disagreed or strongly disagreed; (g) My relationship with my
supervisor is good. Eighty-six percent (n=26) strongly agreed or agreed, 10% (n=3)
neither agreed nor disagreed, and 3% (n=l) disagreed or strongly disagreed; (h) Here, you
do things the supervisor’s way or no way. Three percent (n=l) strongly agreed or agreed,
13% (n=4) neither agreed nor disagreed, and 83% (n=15) disagreed or strongly disagreed;
(i) You have to ask your supervisor before you do anything. Three percent (n=l) strongly
agreed or agreed, 6% (n=2) neither agreed nor disagreed, and 90% (n=27) disagreed or
strongly disagreed; (j) My supervisor always discusses matters with me displaying
supportive behaviors. Seventy-six percent (n=23) strongly agreed or agreed, 10% (n=3)
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Variables SA % A % NAD % SD % D %
1. 1 get most of my information from
my supervisor.
5 16 14 46 8 26 1 3 2 6
2. 1 get most ofmy information from
official memos.
3 10 7 23 8 26 3 10 9 30
3. 1 get contradictory orders from the
people above me.
0 0 10 33 2 6 3 10 15 50
4. 1 am with training and guidance at this
agency.
12 40 10 33 1 3 1 3 6 20
5. If 1 had a complaint, 1 would first discuss it
with my supervisor.
15 50 11 36 3 10 1 3 0 0
6. 1 am always satisfied with the answers 1 get
regarding my job.
6 20 15 50 3 10 5 16 1 3
7. My relationship with my supervisor is good. 15 50 11 36 3 10 1 3 0 0
8. Here, you do things the supervisor's way or
no way.
0 0 1 3 4 13 12 40 13 43
9. You have to ask your supervisor before
doing anything.
0 0 1 3 2 6 6 20 21 70
10. My supen/isor always discusses matters
with me displaying support.
10 33 13 43 3 10 0 0 4 13
11. When a worker complains to the
supervisor he will say "quit..."
0 0 0 0 0 0 13 43 17 56
12. My supervisor is friendly and
approachable.
16 53 6 20 5 16 0 0 3 10
13. My supervisor treats all workers as equal. 9 30 12 40 4 13 3 10 2 6
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neither agreed nor disagreed, and 13% (n=4) disagreed or strongly disagreed; (k) When a
worker complains to the supervisor, the supervisor will say, “If you don’t like it quit.” No
participants answered strongly agree or agree, no participants answered neither agree nor
disagree, and 100% (n=30) disagreed or strongly disagreed; (1) My supervisor is friendly
and approachable. Seventy-three percent (n=22) strongly agreed or agreed, 16% (n=5)
neither agreed nor disagreed, and 10% (n=3) disagreed or strongly disagreed; and (m) My
supervisor treats all workers as equals. Seventy percent (n=21) strongly agreed or agreed,
16% (n=5) neither agreed nor disagreed, and 10% (n=3) disagreed or strongly disagreed.
Overall, the majority (75%) of the participants agreed with supervisor’s support, while
12% disagreed with supervisor’s support within their agencies.
Working Conditions
Participants were asked to rate the working conditions within their agencies.
Response to these statements are depicted in Table 3. Participants were asked to respond
to the following statements; (a) Workers have adequate tools to do their Jobs.
Seventy-three percent (n=22) strongly agreed or agreed, 6% (n=2) neither agreed nor
disagreed, and 20% (n=6) disagreed or strongly disagreed; (b) Workers have adequate
space to do their jobs. Eighty percent (n=24) strongly agreed or agreed, 16% (n=5)
neither agreed nor disagreed, and 3% (n=l) disagreed or strongly disagreed; (c)
Environmental factors such as office facilities are comfortable for workers. Sixty three
percent (n=19) strongly agreed or agreed, 33% (n=10) neither agreed nor disagreed, and
3% (n=l) disagreed or strongly disagreed; and (d) There are adequate provisions for
non-job related activities such as parking and eating facilities. Seventy-six percent
(n=23) strongly agreed or agreed, 10% (n=3) neither agreed nor disagreed, and 13%
(n=4) disagreed or strongly disagreed.
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Variables SA % A % NAD % SD % D %
1. Workers have adequate tools to
do their jobs.
7 23 15 50 2 6 4 13 2 6
2. Workers have adequate space to
do their jobs.
8 26 16 53 5 16 0 0 1 3
3. Environmental factors are
comfortable to workers.
7 23 12 40 10 33 1 3 0 0
4. There are adequate provision for
non-job related activities.
7 23 16 53 3 10 2 6 2 6
5.1 feel that my caseload is
comfortable and workable.
7 23 13 43 3 10 6 20 1 3
6. I am completely satisfied with my
work hours.
9 30 13 43 1 3 3 10 4 13
7. I have a positive attitude toward
my clients.
10 33 16 43 1 3 1 3 2 6
8.1 sometimes become depressed
once I arrive at my job.
3 10 6 3 2 6 9 30 10 33
9. My job requires unnecessary
paperwork.
8 26 6 20 5 16 1 3 10 33
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Participants were also asked to respond to the following statements: (e) I feel that
my caseload is comfortable and workable. Sixty-six percent (n=20) strongly agreed or
agreed, 10% (n=3) neither agreed nor disagreed, and 23% (n=7) disagreed or strongly
disagreed; (f) I am completely satisfied with my work hours. Seventy-three percent
(n=22) strongly agreed or agreed, 3% (n=l) neither agreed nor disagreed, and 23% (n=7)
disagreed or strongly disagreed; (g) I have a positive attitude toward my clients.
Seventy-six (n=27) strongly agreed or agreed, 3% (n=l) neither agreed nor disagreed,
and 10% (n=3) disagreed or strongly disagreed; (h) I sometimes become depressed once I
arrive at my job. Thirteen percent (n=9) strongly agreed or agreed, 6% (n=2) neither
agreed nor disagreed, and 63% (n=19) disagreed or strongly disagreed; and (i) My job
requires unnecessary paperwork. Forty-six percent (n=14) strongly agreed or agreed,
16% (n=5) neither agreed nor disagreed, and 36% (n=l 1) disagreed or strongly disagreed.
The overall majority (69%) agreed that they had adequate working conditions, while 17%
disagreed with satisfactory working conditions.
Job Performance
Participants were asked to rate their job performance within their agencies.
Response to these statements are depicted in Table 4. Participants were asked to respond
to the following statements: (a) I get recognized when I do a good job. Ninety-seven
percent (n=29) strongly agreed or agreed, no participants answered neither agree nor
disagree, and 3% (n=l) disagreed or strongly disagreed; (b) I have adequate authority to
enable me to carry out my job. Fifty-six percent (n=17) strongly agreed or agreed, 6%
(n=2) neither agreed nor disagreed, and 3% (n=l) disagreed or strongly disagreed; (c) I
understand very well what is expected ofme on my job. One hundred percent (n=100)
strongly agreed or agreed, no participants answered neither agree nor disagree neither did
they respond to disagree or strongly disagree; (d) I have complete freedom in making
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decisions regarding client treatment. Sixty-three (n=19) strongly agreed or agreed, 30%
(n=9) neither agreed nor disagreed, and 6% (n=2) disagreed or strongly disagreed; (e)
When promotional opportunities occur, I do feel that my qualifications are given full
consideration. Seventy-three percent (n=22) strongly agreed or agreed, 23% (n=7)
neither agreed nor disagreed, and 3% (n=l) disagreed or strongly disagreed; and (f)
Workers here have a considerable degree of freedom in making their own decisions.
Ninety-three precent (n=28) strongly agreed or agreed, 6% (n=2) neither agreed nor
disagreed, and no participants answered disagree or strongly disagree; The overall
majority (81%) are satisfied with the way they are rated on their job performance, while
only (2%) were not satisfied.
Job Security
Participants were asked to rate the their job security within their agencies.
Response to these statements are depicted in Table 5. Participants were asked to respond
to the following statements: (a) I feel my present job is very interesting. Ninety-six
percent (n=29) strongly agreed or agreed, 3% (n=l) neither agreed nor disagreed, and no
participant answered disagree or strongly disagreed; (b) I am satisfied with my job when I
compare it to similar positions. Eighty percent (n=24) strongly agreed or agreed, 13%
(n=4) neither agreed nor disagreed, and 6% (n=2) disagreed or strongly disagreed; (c) In
light ofmy career expectations, I am fully satisfied with my present job. Fifty three
percent (n=16) strongly agreed or agreed, 26% (n=8) neither agreed nor disagreed, and
20% (n=6) disagreed or strongly disagreed; (d) I feel my job is very important to me.
Eighty-six percent (n=26) strongly agreed or agreed, 13% (n=4) neither agreed nor
disagreed, and no participants answered disagreed or strongly disagreed; (e) I am
satisfied with the progress I am making on my job. Seventy-three percent (n=22)
strongly agreed or agreed, 23% (n=7) neither agreed nor disagreed, and 3% (n=l)
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Table 4
Frequency Distribution of Job Performance Data
Strongly Neither Agree Strongly
Agree Agree nor Disagree Disagree Disagree
(SA) (A) (NAD) (SD) (D)
5 4 3 2 1
Variables SA % A % NAD % SD % D %
1. 1 get recognition when 1 do a
good job.
12 40 17 56 0 0 0 0 1 3
2. 1 have adequate authority to help
me carry out my job.
12 40 16 53 2 6 0 0 0 0
3. 1 understand very well what is 11 36 19 63 0 0 0 0 0 0
expected of me on my job.
4.1 have complete freedom in
making decisions...
16 14 46 30 6
5. When promotional opportunities 8 26 14 46 7 23 0 0 1 3
occur, I feel my qualifications are
given.
6. Workers here have a considerable 7 23 21 70 2 6 0 0 0 0
degree of freedom.
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disagreed or strongly disagreed; (f) The communication system in this agency is
excellent. Fifty-three percent (n=16) strongly agreed or agreed, 20% (n=6) neither agreed
nor disagreed, and 26% (n=8) disagreed or strongly disagreed; (g) Promotion procedures
here are excellent. Thirty-six percent (n=l 1) strongly agreed or agreed, 33% (n=10)
neither agreed nor disagreed, and 30% (n=9) disagreed or strongly disagreed; (h)
Decisions are made with delays here. Forty-three percent (n=13) strongly agreed or
agreed, 13% (n=4) neither agreed nor disagreed, and 43% (n=13) disagreed or strongly
disagreed; (i) Management in this agency is fair to all. Sixty percent (n=18) strongly
agreed or agreed, 13% (n=4) neither agreed nor disagreed, and 26% (n=8) disagreed or
strongly disagreed; (j) There are excellent opportunities for advancement here.
Forty-three (n=13) strongly agreed or agreed, 33% (n=10) neither agreed nor disagreed,
and 23% (n=7) disagreed or strongly disagreed; and (k) There are excellent fringe
benefits in this agency. Fifty-six (n=17) strongly agreed or agreed, 23% (n=7) neither
agreed nor disagreed, and 20% (n=6) disagreed or strongly disagreed.
Participants were also asked to respond to the following statments; (1) My pay is
excellent, with reference to my position. Eighty-six percent (n=26) strongly agreed or
agreed, 10% (n=3) neither agreed nor disagreed, and 3% (n=l) disagreed or strongly
disagreed; (m) I have a sense ofbelonging in this agency. Seventy-six percent (n=23)
strongly agreed or agreed, 10% (n=3) neither agreed nor disagreed, and 13% (n=4)
disagreed or strongly disagreed; (n) I would encomage others to work at this agency.
Sixty percent (n=24) strongly agreed or agreed, 6% (n=2) neither agreed nor disagreed,
and 13% (n=4) disagreed or strongly disagreed; (o) I feel my present job is very stable.
Seventy-three percent (n=22) strongly agreed or agreed, 20% (n=6) neither agreed nor
disagreed, and 6% (n=2) disagreed or strongly disagreed; (p) This agency is fast to
terminate employees. Two percent (n=6) strongly agreed or agreed, no participants
answered neither agree nor disagree, and 93% (n=28) disagreed or strongly disagreed; (q)
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Variables SA % A % NAO1 % so % D %
1. I feel my present job is very
interesting.
14 46 15 50 1 3 0 0 0 0
2. I am satisfied with my job when I
compare it to similar positions.
11 36 13 43 4 13 0 0 2 6
3. In light of my career, I am fully
satisfied with my present job.
6 20 10 33 8 26 1 3 5 16
4. I feel my job is very important to
me.
7 23 19 63 4 13 0 0 0 0
5. I am satisfied with the progress I
am making on my job.
8 26 14 46 7 23 0 0 1 3
6. The communication system in this
agency is excellent.
7 23 9 30 6 20 6 20 2 6
7. Promotions procedures here are
excellent.
4 13 7 23 10 33 3 10 6 20
8. Decisions are made with delays
here.
0 0 13 43 4 13 6 20 7 23
9. Management in this agency is fair
to all.
7 23 11 36 4 13 3 10 5 16
10. There are excellent
opportunities for advancement.
2 6 11 36 10 33 2 6 5 16
11. There are excellent fringe
benefits in this agency.
12. My pay is excellent, with
0 0 17 56 7 23 1 3 5 16
reference to my position. 3 10 14 46 7 23 3 10 3 10
13. 1 have a sense of belonging in
this agency.
11 36 12 40 3 10 3 10 1 3
14. 1 would encourage others to
work in this agency.


















Variables SA % A % NAD1 % SD % D %
15. I feel my present job is very
stable.
5 16 17 56 6 20 2 6 0 0
16. This agency is fast to terminate
employees.
2 6 0 0 0 0 13 43 15 50
17. 1 feel secure about my job in this
agency.
6 20 19 63 2 6 1 3 2 6
18. Since working here, 1 have made
many friends.
8 26 16 53 5 16 0 0 1 3
19. The workers here seem to get
along pretty well.
10 33 17 56 3 10 0 0 0 0
20. There is a spirit of team work in
this agency.
9 30 14 46 6 20 1 3 0 0
21. Leadership in this agency looks 8 26 12 40 8 26 0 0 2 6
out for the employees.
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I feel secure about my job in this agency. Eighty three percent (n=25) strongly agreed or
agreed, 6% (n=2) neither agreed nor disagreed, and 10% (n=3) disagreed or strongly
disagreed; (r) Since working here, I have made many friends. Eighty percent (n=24)
strongly agreed or agreed, 16% (n=5) neither agreed nor disagreed, and 3% (n=l)
disagreed or strongly disagreed; (s) The workers here seem to get along pretty well.
Ninety percent (n=27) strongly agreed or agreed, 10% (n=3) neither agreed nor disagreed,
and no participants answered disagreed or strongly disagreed; (t) There is a spirit of team
work in this agency. Seventy-six percent (n=23) strongly agreed or agreed, 20% (n=6)
neither agreed nor disagreed, and 3% (n=l) disagreed or strongly disagreed; and (u)
Leadership in this agency looks out for the employees. Sixty-six percent (n=20) strongly
agreed or agreed, 26% (n=8) neither agreed nor disagreed, and 2% (n=6) disagreed or
strongly disagreed. The overall majority of (69%) were secure with their position as a
family preservation worker, while (13%) did not feel there job was secure.
Personal Life
Participants were asked to rate their personal life on the survey. Response to
these statements are depicted in Table 6. Participants were asked to respond to the
following statements: (a) My social life at the present time is interesting. Seventy-six
percent (n=23) strongly agreed or agreed, 13% (n=4) neither agreed nor disagreed, and
10% (n=3) disagreed or strongly disagreed; (b)My family and personal life is enjoyable.
Ninety-six percent (n=29) strongly agreed or agreed, 3% (n=l) neither agreed nor
disagreed, and no participants answered disagree or strongly disagree; (c)My social life
is rewarding and fulfilling. Eighty percent (n=24) strongly agreed or agreed, 13% (n=4)
neither agreed nor disagreed, and 6% (n=2) disagreed or strongly disagreed; and (d) 1
never allowmy personal life or problems to interfere with my job. Eighty percent (n=24)
strongly agreed or agreed, 20% (n=6) neither agreed nor disagreed, and no participants
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answered disagree or strongly disagree. The overall majority (83%) are satisfied with
their personal life, while only 4% were not.
Burnout
The mean (M) and standard deviations (SD) are depicted in Table 7 for emotional
exhaustion, personal accomplishments, and depersonalization. These measurements are
used to indicate the amount ofburnout family preservation workers expience.
Emotional Exhaustion
Participants were asked to respond to the following: (a) I feel emotionally
drained from my work, (M=4) and (SD =1.7); (b) I feel used up at the end of the
workday, (M=4) and (SD=1.8); (c) I feel fatigued when I get up in the morning and hve
to face another day on the job, (M=3) and (SD=1.5); (d)Working with people all day is
really a strain for me, (M=2) and (SD=1.3); (e) I feel burned out from my job, (M=2) and
(SD=1.4); (f) I feel fhistrated by my job, (M=3) and (SD=1.7); (g) I feel Fm working too
hard on my job (M=3) and (SD=1.7); (h) Working with people directly puts too much
stress on me, (M=2) and (SD=.9); and (i) I feel like Fm at the end ofmy rope, (M=2) and
(SD=1.8).
The overall mean for emotional exhaustion subscale was 3 with a standard
deviation of 1.54. These scores indicate that family preservation workers experience
little burnout in regards to emotional exhaustion because the mean was less than 14. The
average experienced frequency was afew times a year that participants felt emotional
exhaustion.
Personal Accomplishments
Participants were asked to respond to the following; (a) I can easily understand
how my clients feel about things, (M=10) and (SD =1.2); (b) 1 deal very effectively with
Table 6

















Variables SA % A % NAD % SD % D %
1. My social life at the present time
is interesting.
6 20 17 56 4 13 2 6 1 3
2. My family and personal life is
enjoyable.
16 53 13 43 1 3 0 0 0 0
3. My social life is rewarding and
fulfilling.
9 30 15 50 4 13 2 6 0 0
4. 1 never allow my personal life or
problems to interfere with my job.
13 43 11 36 6 20 0 0 0 0
Table 7
Means and Standard Deviations ofMBI Subscales for Emotional Exahaustion, Personal
Accomplishment, and Depersonalization
^lanaiile Wean Slenilanlllewaiion
1. Emotional Exhaustion 3 1.54
2. Personal Accomplishments 6 1.01
3. Depersonalization 2 1.19
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the problems ofmy clients, (M=7) and (SD=.9); (c) I feel I’m positively influencing other
people’s lives through my work, (M=7) and (SD=.7); (d) I feel very energetic, (M=5) and
(SD=1.5); (e) I can easily create a relaxed atmosphere with my clients, (M=7) and
(SD=6); (f) I feel exhilarated after working closely with my clients, (M=6) and (SD=1.4);
(g) I have accomplished many worthwhile things in this job, (M=6) and (SD=1.0); and
(h) In my work, I deal with emotional problems very calmly; (M=6) and (SEH.8).
The overall mean for personal accomplishment subscale was 6 with a standard
deviation of 1.01. This reports that family preservation workers in this study experienced
little burnout in regards to personal accomplishment because the mean was less than 29.
The average experienced frequency was daily for personal accomplishment.
Depersonalization
Participants were asked to respond to the following: (a) I feel I treat some clients
as if they were impersonal objects, (M=l) and (SD=.9); (b) I have become more callous
toward people since I took this job, (M=l) and (SD=.6); (c) I worry that this job is
hardening me emotionally, (M=2) and (SI>=1.9); (d) I dont’ really care what happens to
some clients, (M=l) and (SD=.9); and (e) I feel some clients blame me for some of their
problems, (M=3) and (SI>=1.2).
The overall mean for the depersonalization subscale was 2 with a standard
deviation of 1.19. This showed that family preservation workers experienced little
burnout regarding depersonalization because the mean was less than 7. The average
experienced burnout on the frequency scale was never.
The Pearson’s r was used to test the relationship of the two varibles. It revealed
^ = 44 p < .05. This shows that there is a positive relationship between the two
variables. The closer the numerical value of the correlation coefficient is to either
extreme (1.0 or -1.0), the stronger the relationship between the two variables. This
42
shows that the correlation coefficient is almost directly between 0 and 1.0 which
indicates no correlation. Indeed this shows that there is a relationship, but not a strong
relationship because the closer the correlation coefficient is to the 0.0 suggests that the
relationship is weak.*
^Robert W. Weinbach and Richard M. Grinnell, Statistics for Social Workers
(White Plains; Logman Publishers USA, 1995), 136.
CHAPTER FIVE
SUMMARY AND CONCLUSIONS
The overall findings based on frequency reports of supervisory support found that
the family preservation workers are satisfied with most of the information they get from
their supervisors. They tend to have a good relationship with their supervisors and are
comfortable with discussing any complaint they may have with their supervisor first.
Futher findings report that supervisors within these family preservation agencies are
supportive and do not have the attitude “If you don’t like it, quit.” He/She gives workers
freedom to do things their way first. Overall, these family preservation workers tend to be
very satisfied with the support they are receiving from their supervisors.
The overall findings based on frequency reports ofworking conditions within
family preservation agencies were that workers were comfortable with their caseloads as
well as with the hours they worked. The majority ofworkers felt that they were required
to do uimessary paperwork, but had adequate tools and space to do their jobs. The
findings futher indicate that workers are not depressed when they arrive at their jobs, and
they have a positive attitude towards the clients that they are working with. In summary,
these workers are comfortable with the working conditions at their agencies.
The overall findings ofjob performance reported that workers know what is
expected on their job. They have freedom to make their own decisions regarding client
treatment. Futher findings report that workers feel they get recognition when they are
doing a good job, and feel their qualificaitons are considered for promotional
opportunities. All in all, family preservation workers are satisfied with the recognition
they receive for job performance.
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The findings ofjob security based on frequency reports found that workers were
fully satisfied with their jobs in family preservation agencies as it compares with that of
similar positions. They feel that their jobs are stable and secure. Sixty percent of the
participants reported that they would encourage others to work at their agencies. They
feel that their agencies have excellent fringe benifits. Futher findings reported that
participants feel that workers tend to get along well. There is a spirit of team work
within these agencies and they have a sense ofbelonging. Participants report they have
made many friends since they started working in family preservation. Although fifty
percent reported that decisions are sometimes made with delays, they said that there is
excellent communication within these agencies. The overall findings suggest that the
participants are secure on their job and are satisfied with the working relationships within
the agencies.
As for personal life, findings indicate that participants are very satisfied with their
social life at the present time. They have a rewarding and fulfilling social life.
Participants reported that their family and personal life is enjoyable and they do not allow
personal life problems to affect their job.
Findings for emotional exhaustion yielded a mean of 3. This indicates that there
was little experieced burnout among the participants. The mean for personal
accomplishment was 6. This score indicates that the participants do not feel inadequate
about relating to their clients and have a sense of reward from their work. The mean for
depersonalization was 2. This score indicates that the participants are not bumed-out in
the area of their opinions about their clients.
Presentation of Pearson’s r
Among the 30 subjects participating in the research, the correlation between job
satisfaction and burnout was r = .44 p < .05 which indicates that there was in fact a
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positive relationship between job satisfaction and burnout but not a strong relationship.
In any event, the null hypothesis, there is no relationship between job satisfaction and
burnout, is rejected.
Limitations of the Study
In reviewing these findings, certain limitations must be considered. First of all,
the sample was small and drawn from only one state. The findings of this study were
limited to people who were currently referrals from Fulton and Dekalb counties in
Georgia. The sample may have regional bias and not be representative of the population.
Secondly, the opportunity to generalize from a convenience sampling is limited
because it is difficult to determine what degree the family preservation workers are
representative of all family preservation workers in a specific geographic location. It is
possible that family preservation workers in these two counties are different than those in
other counties. This limits the population of the study and cannot be generalized to an
entire population of family preservation workers.
Finally, information obtained in this survey tends to be relatively
superficial as questions rarely probe beneath the surface of human behavior and attitudes.
Subjects responses may have been biased in a positive direction, especially in relation to
their attitude toward agency support and functioning. Also, subjects may have
preconceived beliefs about burnout and because they may be aware that theMBI is a
burnout measure, this may result in reactive responses to questions.
Suggested Research Directions
Future research is needed in order to clarify sources ofjob satisfaction and
burnout among family preservation workers. While there appears to be a relationship
between job satisfaction and burnout, research is needed to address the concept ofjob
satisfaction and burnout in relation to family preservation workers. A larger sample size
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is recommended for future research. For this study it appeared that there may be a more
positive relationship between the two variables if there were a larger sample size.
Additionally, it is worth investigating what extent family preservation workers are
satisfied with their job. More information is needed on the exact work that these workers
do. They may not work as intensely with the client as the model suggests. This could
result in a high level of satisfaction with little burnout.
Information on the effects of age, sex, and gender as it is compared to job
satisfaction and burnout is recommended for future research. It is worth knowing if these
factors play a role in the way workers interpret burnout and what they indicate would be
rewarding about family preservation services. It is also important to know if the number
ofyears working in family preservation agency has an effect on job satisfaction and
burnout.
Finally, comparative studies of family preservation workers and other social
service providers are also needed, particularly comparing workers with varying levels of
work experience.^ A comparison of the perceived importance of a common core of
demands and resources between family preservation workers and other service providers
may reveal how and why stressful situations are dealt with differently between different
social work roles.^ In much of the literature, other social service workers experienced a
high degree ofburnout.
^Elizabeth M. Tracy, Nadine Bean, Selma Gwatkin, and BarbaraHill, “Family
Preservation Workers; Sources of Job Satisfaction and Job Stress,” Research on Social
Work Practice 2. no. 4 (October 1992): 469.
^Raymond T. Lee and Blake E. Ashforth, “AMeta-Analytic Examination of the
Correlates of the Three Dimensions of Job Burnout,” Journal ofApplied Psychology 81,
no. 2(1996): 131.
CHAPTER SIX
IMPLICATIONS FOR SOCIALWORK PRACTICE
With family preservation services increasing on a continuous basis, there is a
need to know what factors within these agencies make the job more satisfying for
workers. As reported in the findings, family preservation workers who participated in the
study appeared to be satisfied with their jobs and experienced little burnout. The factors
that produced satisfaction in family preservation work need to be shared with other
family preservation workers. This can be carried out by these workers corroborating to
develop an information packet for others workers. They can also hold seminars on how
to handle the stressors that come along with family preservation work. Information can
be shared on some of the factors that induce burnout. Family preservation workers need
to have a sense of the motivation behind doing this type of service. They need to
understand the limits of their services; the importance of setting small, achievable goals;
and the pitfalls of over involvement and overidentifcation with families.^
It is also important as social workers to implement training and staff support to
the diminish and prevent burnout. These trainings can include the factors that are
associated with job satisfaction. If these workers are able to recognize how stress affects
burnout, they may be less likely to put themselves in stressful situations. This support
can consist ofworker’s in-service training in stress management. Also, a discussion of
job stress and satisfaction at the outset would be beneficial for the employer and
^Elizabeth M. Tracy, Nadine Bean, Selma Gwatkin, and Barbara Hill, “Family
Preservation Workers: Sources of Job Satisfaction and Job Stress,” Research on Social
Work Practice 2. no. 4 (October 1992); 476.
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employee. This type of information might be helpful for the employee in deciding
whether to accept a job in family preservation.^
Improving the competence and effectiveness of social work practitioners may
prove to be the best way to increase job satisfaction and decrease job turnover. Workers
need to be fairly clear about what is expected of them. As indicated in the study, all 30
participants reported that they know what is expected of them on the job. In addition,
agencies must provide clear goals and objectives to family preservation workers to
reduce role ambiguity and increase performance and satisfaction.^ There is a need to
ensure that appropriate supports are made available to help workers balance their stress
and the needs of the clients they are supporting. Channels within agencies should be kept
open so that workers are comfortable with going to their supervisor to discuss the areas
of work that is producing burnout. All of the factors mentioned above were presented in
the study and for each one over 70% agreed that supports and their supervisor were
available when needed.
A longitudinal design should be conducted to study the extent to which workers
are able to handle the stress of the job. This design is guided by the frequency and type
of feedback on the usefulness of their initial coping behaviors."^ This design may show
how workers handle burnout. This should lead to a better understanding of how burnout
is developed. This design would also be useful for indicating which factors of
^Elizabeth M. Tracy, Nadine Bean, Selma Gwatkin, and Barbara Hill, “Family
Preservation Workers: Sources of Job Satisfaction and Job Stress,” Research on Social
Work Practice 2. no. 4 (October 1992): 476.
^W. David Harrison, “Role Strain and Burnout in Child-Protective Service
Workers,” Social Service Review (March 1980): 33.
^Raymond T. Lee and Blake E. Ashforth, “a Meta-Analytic Examination of the
Correlates of the Three Dimensions ofBurnout,” Journal ofApplied Psychology 8, no. 2
(1996): 129.
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satisfaction are used by those workers who continually find gratification on their job. It
can also guide in the understanding of the components of the work that are satisfying and
build upon them.
It is important to understand the impact of this service model on those
workers who deliver it and to ensure that appropriate supports are made available to help
workers balance their stress as well as their client’s needs. Family preservation workers
must accept that many of the families they serve have long-standing problems that are not
easily solved; accepting the limitations of the service provided may be important to
workers’ feelings of personal accomplishment. By focusing on the above factors as well
as the suggested research, more information about burnout and job satisfaction can be




As part ofmy thesis in the Social Work Department ofClark Atlanta University, I
am seeking information about the amount ofjob satisfaction and job burnout
African-American family preservation workers experience. There has been very little
published research done on job satisfaction and burnout among family preservation
workers and even less on African-American family preservation workers. A better
understanding of the sources ofjob satisfaction could lead to an improvement ofworking
conditions for family preservation workers. The families beings served by preservation
programs may be better helped ifmore information were obtained about burnout among
African-American family preservation workers.
As employees of this family preservation agency, you are being asked to complete
a questionnaire regarding job satisfaction and burnout. You may find some of these
questions intrusive or disconcerting. You are free to withdraw your consent to
participate or discontinue participation at any time.
Since I am interested in a group response, your report will be aggregated and
reported in a group format. Neither your agency or your name will appear in the findings
of this report. This information I am requesting will be held completely confidential and
will be destroyed in 6 months.
I hope that you are willing to complete this questionnaire. Your participation is
entirely voluntary. You are welcome to ask questions about this study or your
participation in the study.





















































This questionnaire is designed to measure the degree of job burnout you have in your
present job. It is not a test, so there is no right or wrong answer. Answer each item as
carefully and as accurately as you can by circling the number that corresponds to your
answer.
A few times A few times











1. I feel emotionally drained from my work.
12 3 4 5 6 7
2. I feel used up at the end of the workday.
12 3 4 5 6 7
3. I feel fatigued when I get up in the morning and have to face another day on
1 2 3 4 5 6
the job.
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4. Working with people all day is really a strain for me.
12 3 4 5 6 7
5. I feel burned out from my work.
12 3 4 5 6 7
6. I feel frustrated by my job.
12 3 4 5 6 7
7. I feel I’m working too hard on my job.
12 3 4 5 6 7
8. Working with people directly puts too much stress on me.
1 2 3 4 5 6 7
9. I feel like I’m at the end ofmy rope.
12 3 4 5 6 7
Personal Accomplishments
10. I can easily understand how my clients feel about things.
1 2 3 4 5 6 7
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A few times A few times A few times
Never a year Monthly a month Weekly a weekday
1 2 3 4 5 6
11. I deal very effectively with the problems of my clients.
1 2 3 4 5 6
12. I feel I’m positively influencing other people’s lives through my work.
1 2 3 4 5 6
13. I feel very energetic.
1 2 3 4 5 6
14. I can easily create a relaxed atmosphere with my clients.
1 2 3 4 5 6
15. I feel exhilarated after working closely with my clients.
1 2 3 4 5 6
16. I have accomplished many worthwhile things in this job.
1 2 3 4 5 6
17. In my work, I deal with emotional problems very calmly.
1 2 3 4 5 6
Depersonalization
18. I feel I treat some clients as if they were impersonal objects.
1 2 3 4 5 6
19. I have become more callous toward people since I took this job.
1 2 3 4 5 6
20. I worry that this job is hardening me emotionally.
1 2 3 4 5 6
21. I don’t really care what happens to some clients.
1 2 3 4 5 6
22. I feel some clients blame me for some of their problems.



















This questionnaire is designed to measure the degree of job satisfaction you have in your
present job. It is not a test, so there is no right or wrong answer. Answer each item as
carefully and as accurately as you can by circling the number that corresponds to your
answer.
Strongly Neither Agree Strongly
Agree Agree nor Disagree Disagree Disagree
5 4 3 2 1
Supervisory Support
1. I get most of my information about what is happening here from my supervisor.
5 4 3 2 1
2. I get most ofmy information about what is happening here from official memos.
5 4 3 2 1
3. I get contradictory orders from people above me.
5 4 3 2 1
4. I am satisfied with the training and guidance that I am receiving at this agency.
5 4 3 2 1
5. If I had a complaint or grievance about my situation I would discuss it first with my
supervisor.
5 4 3 2 1
6. I am always satisfied with the answers I get from my supervisors regarding my job
situation.
5 4 3 2 1
7. My relationship with my supervisor is good.
5 4 3 2 1
8. Here, you do things the supervisor’s way or no way.
5 4 3 2 1
9. You have to ask your supervisor before you do anything.
5 4 3 2 1
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Strongly Neither Agree Strongly
Agree Agree nor Disagree Disagree
5 4 3 2
Disagree
1
10. My supervisor always discusses matters with me displaying supportive behaviors.
5 4 3 2 1
11. When a worker complains to the supervisor, the supervisor will say, “If you don’t
like it quit.”
5 4 3 2 1
12. My supervisor is friendly and approachable.
5 4 3 2 1
13. My supervisor treats all workers as equals.
5 4 3 2 1
Working Conditions
14. Workers have adequate tools to do their jobs.
5 4 3 2 115.Workers have adequate space to do their jobs.
5 4 3 2 1
16. Environmental factors such as office facilities are comfortable for workers.
5 4 3 2 1
17. There are adequate provisions for non-job related activities such as parking and
eating facilities.
5 4 3 2 1
18. I feel that my caseload is comfortable and workable.
5 4 3 2 1
19. I am completely satisfied with my work hours.
5 4 3 2 1
20. I have a positive attitude toward my clients.
5 4 3 2
21. I sometimes become depressed once I arrive at my job.
5 4 3 2 1
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Strongly Neither Agree Strongly
Agree Agree nor Disagree Disagree
5 4 3 2
Disagree
1
22. My job requires unnecessary paperwork.
5 4 3 2
Job Performance
23.1 get recognition when I do a good job.
5 4 3 224.I have adequate authority to enable me to carry out my job.
5 4 3 225.I understand very well what is expected ofme on my job.
5 4 3 2 126.I have complete freedom in making decisions regarding client treatment.
5 4 3 2 1
27. When promotional opportunities occur, I do feel that my qualifications are given full
considerations.
5 4 3 2 1
28. Workers here have a considerable degree of freedom in making their own decisions.
5 4 3 2 1
■Tob Security
29. I feel my present job is very interesting.
5 4 3 2 1
30. I am satisfied with my job when I compare it to similar positions.
5 4 3 2 1
31. In light ofmy career expectations, I am fully satisfied with my present job.
5 4 3 2 1
32. I feel my job is very important to me.
5 4 3 2 1
33. I am satisfied with the progress I am making on my job.
5 4 3 2 1
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Strongly Neither Agree Strongly
Agree Agree nor Disagree Disagree Disagree
5 4 3 2 1
34. The communication system in this agency is excellent.
5 4 3 2 1
35. Promotions procedures here are excellent.
5 4 3 2 1
36. Decisions are made with delays here.
5 4 3 2 1
37. Management in this agency is fair to all.
5 4 3 2 1
38. There are excellent opportunities for advancement here.
5 4 3 2 1
39. There are excellent fringe benefits in this agency.
5 4 3 2 1
40. My pay is excellent, with reference to my position.
5 4 3 2 1
41. I have a sense of belonging in this agency.
5 4 3 2 1
42. I would encourage others to work in this agency.
5 4 3 2 1
43. I feel my present job is very stable.
5 4 3 2 144.This agency is fast to terminate employees.
5 4 3 2 1
45. I feel secure about my job in this agency.
5 4 3 2 1
46. Since working here, I have made many friends.
5 4 3 2 1
47. The workers here seem to get along pretty well.
5 4 3 2 1
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Strongly Neither Agree Strongly
Agree Agree nor Disagree Disagree
5 4 3 2
48. There is a spirit of team work in this agency.
5 4 3 2 1
49. Leadership in this agency looks out for the employees.
5 4 3 2 1
Personal Life
50. My social life at the present time is interesting.
5 4 3 2 1
51. My family and personal life is enjoyable.
5 4 3 2 1
52. My social life is rewarding and fulfilling.
5 4 3 2 1
53. I never allow my personal life or problems to interfere with my job.
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